Relationship between Managerial Support, Affective Commitment and Job Performance among Healthcare Professionals in Ghana by Adu, Elvis et al.
AJEMS105-384-1 |Received: 19 June 2018 | Accepted: 06 December 2018 | January-December-2017 [(8)1: 100-109] 
AUSTRALIAN JOURNAL OF ECONOMICS AND MANAGEMENT SCIENCE 
       © 2018 OPEN ARCHIVES INITIATIVE | Volume 8| Issue 1| ISSN: 2356-6394 
 
 
 
 
 
Relationship between Managerial Support, Affective 
Commitment and Job Performance among Healthcare 
Professionals in Ghana 
 
 
 
Elvis Adu
1
, Fanglin Li
1
, Imran Mohammed
1 
Maxwell Opuni Antwi
2
 Kofi Baah Boamah
2
 
1
School of Finance and Economics, Jiangsu University, 301 Xuefu Road, Zhenjiang, Jiangsu, P.R. China 
2
School of Management, Jiangsu University, 301 Xuefu Road, Zhenjiang, Jiangsu, P.R. China 
Corresponding Author: Elvis Adu 
 
ABSTRACT 
  
Managers’ adequate understanding of employees’ feelings, coupled with effective implementation of 
high-performance human resources management practices is an incentive for the development of 
affective commitment in healthcare employees. Our study sought to find out the triangular 
relationship between managerial or supervisor support on the development of affective commitment 
and its corresponding influence on job performance. Our study employed the structural equation 
model to conduct the analysis using a sample of 350 healthcare professionals from the regional 
public hospitals in Ghana.  Our study among other things found that there was a marginally weak 
relationship between affective commitment and job performance but positive and significant 
relationship between managers’ support and affective commitment. Limitations and suggestion for 
future studies were also recommended. 
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INTRODUCTION 
 
All business organizations depend on their 
employees to survive and stay relevant without it 
there will be challenges. Globally, managers 
endeavor to establish competent relationship between 
their employees which has the capacity to maintain 
some level of satisfaction culminating into individual 
performance. Managers who are able to maintain a 
healthy relationship with their employees are likely 
to ensure commitment from employees. It is argued 
that one of the psychological considerations that 
motivate employees to stay in a job and perform 
effectively is the manager’s relationship.  Kouzes and 
Posner (2002) suggest that employee who decide to 
move on from an organization do not leave 
companies but rather quit managers. This goes a long 
way to explain the extreme important role supportive 
managerial relationships play towards the 
commitment of employees into an organization. It is 
posited that when there are supportive manager  
 
 
 
 
relations, it helps to build a solid employee identity 
that leads to employees expressing a certain level of 
meaningfulness May, Gilson, & Harter, (2004). On 
the basis of employee commitment, manager 
relations have been established to be a determinant 
factor to people’s commitment (Rothmann 
&Rothmann, 2010). This is because the kind of work 
environment employees work in helps in activating 
the feel good factor in them (Deci & Ryan, 2000), 
which in effect encourage commitment on the part of 
employees. May et al (2004) has it that when a 
manager really and truly understands the employee, 
there is a desire to attend to their needs, encourage 
teamwork, mentor, help in polishing the skills and 
knowledge and shows leadership in times of crisis, 
conflict resolution and ensure conducive work 
atmosphere. The healthcare worker in the developing 
country is confronted with various challenges (The 
world health report 2008; English, Esamai, Wasunna, 
Volume 8 | Issue 1 | January-December-2018 [(8)1: 100-109] | http://onlinejournal.org.uk/index.php/AJEMS  
Were Ogutu, and Wamae 2004).  and as such 
manager relations play a major role in motivating 
employee to develop commitment to the job. 
Commitment has been divided into two by some 
researchers, the economic and emotional 
commitment (Bansal et al., 2004; Fullerton, 2003). 
The economic one is termed as the calculative while 
the emotional one is termed affective. Our study is 
interested in the affective commitment since it deals 
with the emotional attachment of individuals to a 
product, service or organization as explained by 
Allen and Meyer (1990). Other researchers have 
expanded the literature on commitment to also 
include continuance (Bendapudi and Berry, 1997) 
which simply explains the desire for an individual to 
have the motivation needed to continue a particular 
relationship. The construct of commitment has been 
described as multidimensional (Fullerton, 2003; 
Bansal et al., 2004; Pritchard et al., 1999) a concept 
which includes affective, continuance and economic 
as forms of individual commitment. Review of 
literature shows that the affective aspect of employee 
commitment plays an important role in ensuring 
employee devotion to duty and organization (Meyer, 
& Allen 1997). It goes on to argue that the strongest 
predictor of employee plans to exit an organization is 
affective commitment. Affective commitment is seen 
as the state where individuals become contented with 
the organization and as well as getting the 
satisfaction for being a part of the establishment, 
(Bergman 2006). Affective commitment can be seen 
in the light of a situation, where an individual form a 
bond that is emotionally inclined to propel the 
individual show feeling of belongingness, affection 
and loyalty to the organization. Allen & Myer (1996) 
believe that when employees recognize and identify 
with the positive relationship of their bosses, it 
propels them to be more committed affectively as a 
result of the value they place on the attention given 
them by their managers. Affective commitment 
significantly and positively impact on job 
performance, Kaplan and Kaplan (2018). This 
notwithstanding, all dimensions of organizational 
commitment have been established to predict the 
performance of employees both independently and 
jointly. Studies have been done on influence of 
affective commitment on job performance (Boxall & 
Macky, 2009; Hu & Bentler, 1999; Meyer &Allen, 
1991; Lee & Olshfski 2002; Chen et al. 2006; Shore 
et al. 1995; & Suliman 2002), very few have looked 
in the direction of how healthcare supervisors’ 
support influence the development of affective 
commitment levels and job performance among 
healthcare professionals in Lower Middle- Income 
Countries (LMIC). Our paper sought to examine 
effect of managerial support relations on developing 
affective commitment and job performance in 
healthcare employees in the Lower Middle-Income 
Country (LMIC) in Sub-Saharan Africa since the 
extant literature (Gelderen and Leonie 2016; Metins 
and Asli 2018; Haffiz 2017; Negin 2013) all have 
been done in environments outside Sub-Saharan 
Africa. Studies done in the United States, Italy, and 
Canada in the area of affective commitment has 
shown that in the western developed cultures, 
affective commitment is found to be the major 
determinant of job performance, Meyer et al., 2012; 
Eisinga et al., 2010; Glazer, Daniel & Short, 2004;) 
So, we sought to find out from healthcare employees 
in Ghana public health how managers’ support help 
them to develop affective commitment and how it 
may or may not influence their job performance.  
Theoretically, relationship in job performance and 
affective commitment has been explained with the 
help of social exchange theory. It is argued that 
employees develop attitude of returning favour for 
favour in social exchange theory, judging from the 
kind of relationship and recompense they experience, 
Kehoe & Wright (2013). This is based on the fact 
that employees will only engage in a relationship that 
rewards in equal measure and so employee 
commitment are reliant on what they receive in 
return from the organization, manager or colleagues. 
 
Supervisors Support and Affective 
Commitment 
 
Many organizations believe the effective way to 
remain competitive is to retain top talent who are 
emotionally committed to the establishment. Scholars 
therefore explain affective commitment of employees 
depending on level of individual attachment they 
have in the establishment, (Brian & Christopher, 
2011). Affective commitment on the part of 
employees gives the impression that employees will 
be immersed in the organization’s activities to the 
extent that they will do everything to ensure the 
sustenance of the organization. This they will do 
when their personal goals fall in line with the 
establishment they find themselves. Individuals 
consistently seek for personal development and 
career progression and so anything organizations 
does to develop employees ensures employee job 
security. Intrinsic motivation and employees’ 
competence are seen as determinant factors to 
employees’ organizational commitment. In a study to 
find out how employees’ affective commitment could 
be boosted as a result of the support they gained from 
their organization, Colakoglu, Culha and Atay (2010) 
found in their study that job satisfaction, affective, 
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normative and continuous commitment were 
positively significant with perceived organizational 
support. The credibility of manager was put to test to 
find out how it influenced the commitment level of 
employees by Esfahani, Ghasemi, Arghavan, (2014), 
the study showed affective commitment was 
significantly and positively related with credibility of 
manager. On affective commitment, Meyer & 
Herscovitch, (2001) argue that activities must push 
an individual to recognize the value as well as the 
importance the organization attach to such objective. 
This objective must also be in line with the 
individual’s personal goals and objectives. In all 
these the level of support that individuals gain from 
their managers or supervisors will go a long way to 
influence the emotional attachment that employees 
have towards their organization. It is argued that 
employees with high levels of affective commitment 
also hold in high esteem the level of support he 
receives from the supervisor or manager. The level of 
support from a supervisor or manager is described as 
one of the offshoots of affective commitment and so 
the more employees identify supervisor support, the 
more their level of affection for the organization 
increases, (Rhoades et al., 2001). In effect, perceived 
supervisor and organizational support has affective 
commitment as its antecedent. (Rhoades et al., 2001) 
argue that when employees are affectively committed, 
it creates a very fine relationship between 
management and employee such that employees tend 
understand decisions that are made by supervisors in 
terms of regulations, organization’s direction and 
reward systems. Organizational support leads to 
improve Performance, (Chen et al., 2009), extra role 
performance (Neves & Eisenberger, 2012), 
strengthening of employee social identity and 
meaningfulness(May et al., 2004) and affective 
commitment Eisenberger et al. (2010).In the study of 
Kehoe and Wright (2013), they posited that 
employees felt that when they were managed by high 
performance HR practices, it impacted on their 
affective commitment and for that matter high 
performance HR practices was positively 
significantly related to affective commitment. We 
therefore hypothesize that; 
 
H1: Managerial support will have positive 
relationship with affective commitment of healthcare 
professionals. 
 
Affective Commitment and Job Performance 
 
Extant literature helps us to understand that a strong 
connection exists between commitment of employees 
in an organization and the level of performance they 
put up within the organization. Study done Negin, 
Omid, & Ahmad (2013) showed that performance of 
employees had strong relationship with commitment 
constructs namely, affective, continual and normative. 
Similar studies done to assess the connection in 
performance and commitment in the organization 
also found direct and indirect connection in 
commitment as well as performance displayed by 
employees (Qaisar2012; Suliman & Lles 2000). 
Continuance commitment was positively related to 
performance of job however when organizational 
commitment and employee performance were put 
together it was found that the two do not jointly have 
a relationship. Shore et al (1995) held a different 
view after conducting a study on some multinational 
organizations in the United States, their results 
showed affective commitment and job performance 
related positively but continuance and normative 
commitment and job performance, negatively related. 
Contrasting these findings, other studies have found 
that career commitment positively relates to job 
performance, whereas there was no linkage between 
normative and affective commitment. In their study, 
Sommers and Birnbaum (1998) effectively connected 
career commitment with effectiveness of overall 
performance, but job performance could not be 
forecast by affective and continuance commitment.  
In a meta-analysis study by Riketta (2002: 257) from 
93 published studies to examine the relationship 
between affective commitment and job performance, 
results indicated marginally significant effects, while 
affective commitment and organizational 
commitment had no marginally significant effects.”. 
Wright and Bonett‟s (2002) found tenure to be 
strongly nonlinear to commitment and performance 
correlation but correlation reduced with an increase 
in tenure in the meta-analysis of 23 studies. Results 
that require further research to identify the 
relationship that exist if any between the constructs 
of commitment and performance. However due to the 
highly emotional nature of the job of healthcare 
professionals, we anticipate that when they are 
helped to develop and nurture their emotions very 
well, it will positively reflect in their performance 
and for that matter we hypothesize that; 
 
H2: Affective commitment is positively related to job 
performance of healthcare professionals. 
 
Supervisors Support and Job Performance 
 
The performance of an employee is seen as results 
accrued from task engagement at the work place. In 
performance management, one of the key things that 
ensures successful execution of plans is to evaluate 
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employee performance (Cardy,2004).  This is done 
with factors such as the organizational design, 
policies and motivation that are used to run the 
organization as well as certain practices that go on in 
the organization. All these put together indicate an 
organization that is ready to adopt positive human 
resources management practices that is aimed at 
helping to accomplish the goals, vision and mission 
of the organization, (Delery and Doty, 1996). 
Managers or supervisors do have much control on the 
level of behaviour exhibited by employees in an 
organization. Some out of fear diligently work in the 
presence of the supervisor others may genuinely 
perform their tasks with or without the presence of 
the supervisor. It is has been established that 
empowering employees psychologically positively 
influence job performance of employees as perceived 
organizational support negatively influenced job 
performance of employees, Chun-Fang and Tsung-
Sheng (2012) an indication that building and 
developing a strong psyche of employees reflected 
more on their performance rather than the incentives 
organization offers to its employees. The type of 
leadership managers brings to bear on their 
employees continue to be a determining factor in the 
performance matrix of employees. Manager support 
was found to be positively and significantly 
correlated to job performance when a study was done 
to assess the effect of supervisor’s role in the training 
of programmes. Azman, Sieng, Na’eim Ajis, Noor 
Faizzah Dollah, & Boerhannoeddin, (2009). McColl-
Kennedy and Anderson (2002) found that when 
frustration and optimism was used to mediate 
between transformational leadership and employee 
performance, they found a direct influence on 
performance. Eisenberger et al. (2010), established in 
their study that leader membership relationship was 
heavily related to commitment that ultimately led to 
higher employee extra-role performance, whereas 
Vandenberghe et al. (2004) study showed that when 
employees were committed to their supervisor their 
commitment to the organization led to an indirect 
influence on their job performance. On this basis 
focus on the task performance of healthcare 
employees so we hypothesize that:  
H3: Manager support is positively related to job 
performance of healthcare professionals. 
 
Method and Measure 
 
Our study sought to find out the relationship a health 
manager’s influence has on the affective commitment 
to the organization leading to job performance. Our 
study took place in the regional hospitals in the 9 
regions of Ghana. The study used healthcare 
professionals of nurses, midwives, laboratory 
technicians, medical doctors, paramedics, 
pharmacists. In the course of our data collection we 
distributed 438 questionnaires but completed 
questionnaires we received was 350. The manager 
support was measured with the 15-point likert scale 
Supervisor Support developed by   McGilton, (2005), 
example, My supervisor recognizes my ability to 
deliver quality care, reliability analysis showed that 
the scale had a Cronbach’s Alpha of .88.Affective 
commitment was measured by 9-point likert scale 
developed by Allen, & Meyer (1990), example, right 
now, staying with my organization is a matter of 
necessity as much as desire, reliability analysis 
showed that the scale had a Cronbach’s Alpha 
of .90,whereas job performance was measured with 
the 5-point likert scale modified by Singh, Verbeke, 
& Rhoads, (1996), example, how do you rate 
yourself in terms of your ability to reach your goals? 
Reliability analysis showed that the scale had a 
Cronbach’s Alpha of .88. 
 
Theoretical Model Specification 
 
The analytical model for this study uses the structural 
equation model which differs from the traditional 
form of regression analysis. The structural equation 
model is explicitly formulated as a causal model, not 
just a predictive model with column vector, y, 
containing p dependent variables.  The vector y is 
understood to represent an arbitrarily chosen 
observation from the population. In SEM (Structural 
Equation Model) term is said to contain the 
endogenous variables and x contains the exogenous 
variables. An endogenous variable is one that appears 
at least once as the dependent variable in an equation.  
Preferably, exogenous variables are those are not 
shown on the left side. Exogenous variables are also 
modeled using the variances and covariances of the 
endogenous variables and this is expressed 
mathematically as follows:  
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where’s and the ’s causal parameters. 
The above equation (eqn. (2)) in summary can be 
formulated as; 
.ζΓxByy 
  (2)
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The p by p B matrix contains the coefficients of the 
regressions of y variables on other y variables with 
0’s on the diagonal implying a variable cannot cause 
itself.  The p by q matrix  contains the coefficients 
of the y’s on the x’s.  The error vector is p by 1.  
These errors are different than factor analysis errors; 
they represent errors-in-equations, in the way that 
these equations are specified.  Thus, they are also 
called specification errors. To get to a point to 
estimate the model, some assumptions are added. 
Further a second order factor model was employed.  
In effect, the factors themselves may form a higher 
order factor.  In other words, if the correlations 
amongst the factors have the right structure, these 
may be the result of a latent variable.  A path 
diagram of this model appears below:  
 
 
 
Note that the’s have their own loadings and their 
own unique factors.  Here, the variable 1 serves as 
the higher order factor.  In general terms, the second 
order factor analysis model can be written as  
 
y = y   +    (3) 
where   =    +   , 
This is recognized as a special case of a SEM with 
latent variables.  We can write the model more 
compactly as  
  εζΓξΛy  y  
It is necessary to assume that Cov(, ) = 0 and 
Cov(, ) = 0.  Here we also have V() =, V() = 
 and V() = .  The variance matrix of y,, takes 
on a particularly aesthetic form with this model,  
             ΘΛΨΓΓΦΛy yy)(V   (5)  
with the internal part in the brackets being the V().  
 
Results and Discussion 
The results begin with the demographic 
characteristics and details of the analysis is presented 
in table 1. Age had a M=2.87 and a SD=.903, 
Education M=.73 and SD=.890, Gender, M=1.23 
SD=.422. 
 
 
 
 
 
 
Table1: Bio data of respondents 
 
The population of the sample that was involved in 
the study with the minimum number of respondents 
was the 51+ year group with 5.4%, more females 
making up 54.3% were involved in the study with 
more diploma holders making up 40.0%.  
 
Table 2: Means, Standard deviation, alpha coefficients 
and correlation between study variables 
 
    *p <0.05, **p <0.01, ***p <0.001(two-tailed tests); N=350.  
 
The Cronbach alpha figures give an indication of 
reliable variables for the study. The bivariate 
correlation also showed significant relationships. 
Manager support had a significant positive 
correlation with job performance (r=.480 p<0.001) 
and affective commitment had significant correlation 
with job performance (r=.630 p<0.001). 
 
Fig. 1 Structural Model of Affective commitment, 
Manager support and job performance 
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 We first did a test to find the direct effect of 
affective commitment on healthcare employee job 
performance to see the relationship between the 
variables. This first model showed a good fit with the 
following indices, ⅹ2=206.473, df=65, ⅹ2/df=3.1777, 
CFI=.954, NFI=.935, RFI=.954, TLI=.936 
RMSEA=.079. Manager’s support was used as a 
mediator in model 2, we recorded the following 
indices which was used to evaluate the fitness of the 
model, ⅹ2=625.805SRMR=0.86, NFI=0.842. The 
values show a model that is good fit for the study. 
The model is shown in figure 2 
 
 
 
Figure 2. Mediation of Management Support 
between affective commitment and job performance 
 
The model shows a good fit for the data. Manager 
support positively relates to affective commitment 
and positively relates to job performance which 
enables us to accept hypothesis 1 and 3 but 
reluctantly reject hypothesis 2. The indication is that 
the relationship between the supervisor or manager 
means a lot to employees to produce or perform. The 
rejection of hypothesis 2 also show that employees 
may be committed affectively but if their relationship 
with the manager is bad, it will not lead to job 
performance. 
 
 
We run a bootstrap to test the significance levels of 
the variables. The t-statistics show that managers 
support was significantly related to affective 
commitment of employees and was significantly 
related to job performance, however affective 
commitment was negatively significant to job 
performance. 
 
Discussions, Limitation and Suggestion for 
further Studies 
 
Our study sought to find the impact of manager 
support and how it psychologically works on the 
employees to intrinsically deepen their attachment to 
the health facility that work which also culminates in 
employees giving in their all to perform in their job. 
Behaviours that are seen as trivial are the kind of 
things that move employees to commit themselves to 
an organization. The health service is a very stressful 
sector with a lot of tension so managers helping 
employees to draw the balance between work and 
family life, showing an appreciation of employees’ 
efforts and encouraging employees to achieve both 
organizational and personal goals have been found to 
be a major factor in causing an affective commitment 
of employees. Our study found that some of the 
major issues that push employees to develop the 
affective commitment are managers or supervisors 
showing recognition of employees’ ability, 
supervisor showing much respect to employees, 
supervisors having an in-depth knowledge about the 
employees he works with and understanding the 
concerns employees. These attributes helped 
employees to develop their affective commitment in 
the areas of emotional attachment to the organization, 
that enable employees to develop we-feeling, 
happiness and develop personal attachment to the 
organization without the managers’ support these do 
not happen. Our findings corroborate with the studies 
of  Negin, Omid, & Ahmad 2013; Colakoglu, Culha, 
and Atay, 2010; Esfahani, Ghasemi, Arghavan,  
(2014) whose study found a positive and significant 
relationship between  manager support and affective 
commitment of employees. The results clearly 
suggest that employees basically appreciate the 
contribution of managers to their personal 
development and growth, for that reason any move 
by managers to get the personal goals and basic 
psychological needs of employees resonates well 
with them to encourage them to give their all. Health 
care workers in Lower Middle-Income Countries 
(LMIC) work with tight budgets, high patient to 
nurse ratio and generally lower motivation and so 
managers of health facilities will do themselves a lot 
of good when they establish positive relationship 
with employees devoid of acrimony in order to get 
them affectively committed. Also, our study showed 
that manager support was positive and significantly 
related to job performance. This finding corroborate 
other studies done by Chun-Fang and Tsung-Sheng 
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2012; Azman,  Sieng, Na’eim Ajis, Noor Faizzah 
Dollah, and  Boerhannoeddin, (2009). The 
implication of this finding is that as healthcare 
managers it is incumbent on them to lend support to 
their employees to encourage performance. It has 
been established by studies that employees don’t 
work for organizations but for their leaders, 
managers and supervisors. Therefore, when 
healthcare employees can draw a link between their 
feelings, aspirations, needs, frustrations, and 
achievements with their managers then it is enough 
to trigger performance how when leadership tries to 
differentiate and distance themselves from the needs 
of their employees it results in high intention of 
turnover, apathy and job dissatisfaction Samad 
(2006). High supervisor support and affective 
commitment tend to lower the intentions of 
employees and so supervisor support and affective 
commitment predicted significantly on the individual 
basis turnover intention, Helen, Nichols, Jennifer, 
Swanberg and Charlotte Lyn Brigh (2016). 
Our study did not confirm our H2 and so the study 
came out that affective commitment was not strongly 
positively related with job performance of healthcare 
employees. This finding corroborates with studies of 
Riketta 2002: 257; Wright and Bonett‟s 2002) who 
found no strong relationship between affective 
commitment of employees and their level of job 
performance. In our study this could be because 
healthcare workers in the LMIC may not necessarily 
be enthused about been emotionally attached to an 
organization without other incentives that may 
motivate them to perform effectively. Secondly, 
looking at this findings from the cultural point of 
view, other scholars have established in cross-
cultural studies that, normative commitment is more 
prevalent in cultures that embrace collectiveness 
where as affective commitment thrives in western 
cultures that embrace individualism, (Fischer & 
Mansell 2009; Meyel et al, 2012; and Hoefstede 
2001) so even though affective commitment may be 
developed with the support of managers’ input, it 
may not necessarily reflect in the job performance of 
employees. Other authors have suggested that when 
employees acquire more education, there is a certain 
level of reduction in loyalty that is, affective 
commitment which prevent or hinders job 
performance, Bakan, Büyükbeşe, & Erşahan, (2011), 
the higher degree, the lower the level of affective 
commitment hence lower job performance. Focus 
and consideration of the performance of such 
employees are based not on the affective 
commitment but, on their qualification, skills and 
competence which dictate their place of work and the 
level of job performance. In Ghana, many of the 
healthcare workers are pursuing further education, 
which puts them in the position of demanding more 
salary and other working conditions from their 
employers based on their level of education and 
qualification and not necessarily because of their 
level of emotional attachment performance. 
Our study is not without limitations and for that 
matter, our study is limited by the number of 
variables that chose not to deal with that has the 
capacity to impact positively or negatively 
performance. Our study did not include missionary 
and district hospitals which will not make it 
appropriate to generalize our findings. 
 
Conclusion  
 
It has been established that one of the important 
factors for organizational success in terms of job 
performance is the kind of relationship and support 
managers lend their staff. Managers have an 
important role to play in terms of the approach they 
choose to deal with their staff. In the healthcare 
industry, the relationship between the employees and 
the employers send a very strong signal capable of 
raising employees need for belongingness. Much of 
the behavior put up by these employees mostly 
depend on the methodology used by the managers to 
relate and show an understanding of the problems, 
needs, frustrations, achievement and autonomy 
enjoyed by employees. Managers who follow a 
"command and control" leadership model inspire 
lower loyalty and productivity than those who allow 
their subordinates some degree of autonomy. It is in 
this light that we recommend a more humane 
management practices which is not autocratic that 
will be able to consider the cultural perspective of the 
environment they work in vis-à-vis the goals and 
aspirations of the employees. This is because it is not 
when the employee develops attachment that will 
produce the needed results in the organization but it 
is when the employee is made happy that will 
culminate into performance. The study has helped to 
bring to light that certain concerns are more 
important to employees like the satisfaction of basic 
needs which go beyond mere development of 
affective commitment. This is because developing 
emotional attachment to an institution in itself does 
not necessarily guarantee job performance, other 
factors do, therefore managers of healthcare 
institutions must go beyond the rhetoric to 
demonstrate proper understanding of employees need 
in order to attain the practical outcomes and the 
excellent service provision in the performance 
required of them. 
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Future studies on affective commitment should use 
the missionary hospitals to test if the high moral 
standards upheld in this type of hospital will have 
any impact of its employees developing a higher 
level of emotional attachment leading to higher job 
performance.  
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